Abstract
Introduction
People are the most valuable source in each company. Capital and material are also important but only human power can create added values for competitiveness. Therefore focus on human resources is still very actual in academic sphere but also in practice. Talented individuals play important role in this system. Thus, talent management is a strategic question of companies to create competitive advantage on the market. That is the reason and motivation to write this paper.
Talent management process must be connected with business strategy and human resources strategy. It is the starting point which is followed by identification of talent and recruitment, assessment of the talents, their development, and retaining. Our paper is focused on this starting point -strategic approach of talent management. We would like to clarify some relationships between talent management and strategies used in companies. We tried to verify if strategic approach of the talent management is determined by the factors such as a size of the company, allocation of foreign capital, economic results, and existence of HR unit in organizational scheme. Valverde et al. (2013) claim that human resources management is strategic process which helps to build workforce and reach good organizational results. Talent management presents strategic ideas to leadership succession processes using the employee lifecycle model. Talent management as an interest of researchers has become an important area (Ashton and Morton, 2005 and Sparrow et al., 2004) . Talent management can be defined as a systematic and dynamic process of discovering, developing and sustaining talent (Egerová et al. 2015) . Armstrong (2006) adds that talent management should not only focus on the high-flyer, but it should concern all other efficient workers. Talent management is a new trend of human resources management likely to challenge many traditional management practices (Skuza, Scullion & McDonnell, 2012) . It brings a pressure to create new tools, methods and processes in HRM to provide the necessary co-ordination systems. (Kim, Park, & Prescott, 2003) .
Strategy and Talent Management
The talent of individual employees is a unique source of competitive advantage and involves a central element of strategic human resources policy in recent years (Frank and Taylor, 2004; Holátová et al., 2014; Březinová, 2014; Lewis and Heckman, 2006) . Talent management became important strategic question. Strategic talent management includes activities and processes that involve the systematic identification of key positions which differentially contribute to the organisation's sustainable competitive advantage. It can help to develop a talent pool of high potential and high performing incumbents to fill these roles. It is also useful tool of development in a differentiated human resource architecture to facilitate filling these positions with competent incumbents to ensure their continued commitment to the organisation (Collings and Mellahi, 2009 ).
Data and Methods
Methods and ways of the research are described in this section. Selective survey was used as a method for data collection. It means that the chosen data are only part of the basic file and therefore the accuracy of the results is limited. (Munk, 2013) . A scaled questionnaire was used as a tool of collection that contained 9 items focused on the strategic approach of talent management. Strategic approach was a part of the complex questionnaire (41 items) designed by academics from Slovakia, Czech Republic, Hungary, and Poland. Questionnaire contains also other classification items such a size of the company, economic situation, foreign capital, and existence of HR department in the company. Here is the list of the items with marks used in the paper. 
I 5
Talent management strategy is clearly defined
I 6
Talent management strategy is connected with strategic goals of our organization
I 7
We are currently modifying the list of key talents in our company
I 8
We search for talent in every single person that has just been employed
I 9 Formulated talent management strategy is not difficult to realize in our company
Source: Own processing according to questionnaire.
The items of the questionnaire were scaled according to Likert from 1 to 5, where 1 means absolute disagreement of the respondent, 5 means absolute consensus and Figure 3 expressed irresolute attitude of the respondent. We added also Figure 0 enabled the respondent not to comment on a given item. The questionnaire was distributed electronically via online form. This questionnaire was created by group of scientists collaborated on common project and it was used in papers of scientific journals (Egerová et al., 2013) . Existence of statistically significant differences between individual groups of respondents were tested by ANOVA (parametric test). For the purposes to declare robust of the results nonparametric tests such Kruskal-Wallis test and Mann-Whitney test were used.
Results and Discussion
This paper is focused on the problem how strategic approach of talent management is used in companies in Slovakia. We tried to compared companies divided according to criteria such a size of the company, existence of foreign capital in the enterprise, economic situation and existence of human resources unit in the enterprise. This quantitative research study was conducted between June 2013 and December 2016. Research sample contains 381 companies which run business in Slovakia. In the determinant size of the enterprise, the intervals were set according to the EU´s enterprise size typology (see Table 2 ). Each enterprise was represented by owner, or employee responsible for human resource management. Source: Own processing.
According to factor of existence of foreign capital the structure is following. In 57.7% of searched enterprises the foreign capital is allocated and 41.7% of enterprises have only Slovak capital. Two respondents are missed because they did not fill this classification question (see Table 3 ). Source: Own processing.
According to next criterion -economic results we have in the research sample 41.7% companies without economic change in the last year. 9.4% of companies show worse and 48.3 better economic results in the last year (see Table 4 ). Source: Own processing. Table 5 shows that there are 62.2% of enterprises where is any organizational unit focused on human resources management (department of human resources management, or supervisor for human resources). On the other hand, there are 37.5% of companies without any organizational unit of human resources management in our research sample. In these enterprises, there is no organizational rule that take care of human resources management. Usually it is provided by owner or randomly by any person. Source: Own processing. Table 6 shows selected descriptive statistics of searched items. There we can see that respondents have the highest tendency to agree with the item I1 where declared the fact that talent management is essential for the company. Contrary, the lowest tendency to agree was recorded in item I9 referring to the problems caused with implementation of talent management strategy. Source: Own processing.
In Table 7 , there are average points in individual categories shown. These numbers helped us to identify differences in attitudes of individual groups. Source: Own processing.
Based on the first factor (enterprise size), three statistically significant differences (shown in Table 8 -I4, I5 and I7), were identified using ANOVA and Kruskal-Wallis test. Both identified the same differences and therefore results may be considered robust. At the same time, these differences were subjected to a multiple comparison for the identification among which groups of enterprises these statistically significant differences were formed. Based on the averages, an evaluation was made, in favour of which groups the differences occurred. Source: Own processing.
In item I4, it was investigated whether there is human resource management strategy clearly defined in the company. A statistically significant difference between small, medium and large enterprises was found in this item (differences between all groups were found). We consider that in large companies, the level of human resource strategy definition is higher than in small and medium-sized enterprises. This is in particular because small businesses are not empowered to develop such a strategy, so there is no human resources strategy. In small businesses there are multifunctional people who do a lot of work and therefore there is no human resources specialist whose job was to clearly define and subsequently implement the human resources strategy. For the same reasons, is not defined any talent management strategy, which should be a natural part of the human resources strategy, in small businesses. This difference has been identified in I5 and exists only between a group of small and large enterprises. Another statistically significant difference was also found in item I7, which focused on whether the list of talents needed for the company's future is being modified at present. We see the difference only from the point of view of small enterprises, compared to the medium and large businesses. Medium and large businesses, modify the need for talented individuals depending on the external environment.
The foreign capital in the enterprise has a significant impact on the formulation of the company's human resources strategy. Even 5 statistically significant differences in the survey items were identified. These were items I3, I4, I5, I6 and I7 (highlighted in Table 9 ). The difference found in I3 identifies the difference in top management behaviour to talent management. We consider that in enterprises with foreign capital, top management has a common position on talent management, which has an impact on the formulation of a strategy in this area. These businesses have experience from talent management abroad and can assess the necessity of a system that integrates talent management into managerial work. Conversely, there is no such experience in an enterprise where there is no foreign capital and therefore often top executives do not have a clear view of talent management. Top management is not so enthusiastic to support promoting the idea of implementing talent management. Items I4 and I5 confirm the existence of a clearly defined strategy for human resources management and talent management. Statistically significant differences were found in these items, and it can be concluded that in enterprises with foreign capital the human resources strategy and talent strategy is an irreplaceable part of the strategic management process. Other statistically significant differences identified in I6 and I7 indicate that in ventures with foreign capital, the talent management strategy is better linked to the organization's strategic goals and reflects the need for future talent in the company, compared to companies without foreign capital. Also nonparametric test was also performed on the data to confirm the robustness of the results. Source: Own processing.
Regarding the factor of economic results we can see statistically significant differences almost in all items (beside I7, see table 10). In order to find out which groups of enterprises generated statistically significant differences, multiple comparisons were used. It can be said that companies with improved economic performance compared to companies with worse economic results in larger extent: Have top management with a common attitude on talent management (I3). Have a clearly defined strategy on human resources management (I4). Have a clearly defined talent management strategy (I5). Have a talent management strategy linked to the strategic goals of the organization (I6). Are currently modifying the list of talents needed for the company's future (I7). Looking for talent in every newly recruited person (I8). Consider talent management strategy workable under their conditions (I9).
At the same time, companies with improved economic results compared to companies with unchanged economic results are more likely to:
Consider talent management to be extremely important (I1). Talent management is an important part of the business mission (I2).
Their top management has a common attitude on talent management (I3). Have a clearly defined strategy for human resource management (I4).
Differences can also be seen between enterprises with unchanged economic results and enterprises with worse results. These are two items I3 and I5. Companies with unchanged economic results have a higher level of leadership that has a common attitude to talent management (I3) and have a clearly defined talent management strategy (I5). Also nonparametric test (Kruskal -Wallis) was performed on the data to confirm the robustness of the results. Source: Own processing.
Based on the differences found, we consider that companies with better economic results will also determine a higher level of formulation and implementation of the human resources strategy integrated into the corporate strategy. It may, however, be assumed to be the opposite. Businesses with a formulated human resources strategy and talent strategy have better economic results.
Existence of HR unit is last searched determinant of talent management process in our research. Businesses with a human resources unit in the organizational structure have a significantly higher tendency to agree with the items connected with the strategy of human resources, and it is therefore possible to consider that a strategic focus on human resources is at a higher level than in enterprises, where there is no organizational unit focused on human resources. Five statistically significant differences were found (in items I3, I4, I5, I6, and I7, see table 11). Source: Own processing.
Organizations in which human resources specialists are grouped into one unit have better prerequisites for talent management implementation, as senior management sees the importance of talent management (I3) and integrates this into the human resources strategy and talent strategy (I4, I5) and are able to link this strategy with the goals and vision of the business operations (I6). At the same time, they are currently trying to adjust the talent list for the future (I7). The data were subjected to nonparametric test, where statistically significant differences were identified in the same items, so the results can be considered robust.
Conclusion
The human resources strategy, which implements the talent strategy, must be closely linked to business strategy. This link creates a good premise that human resources will be a priority in the development of a business while ensuring a higher value for society. From the results it can be seen that the most significant factors influencing this phase are the economic results of the company. It can be said that in companies with improved economic results there is a better linking of strategies with emphasis on talent development. Another factor that greatly influences the strategic concept of human resources is the allocation of foreign capital in the enterprise. Businesses with foreign capital allocation have better strategic approach to talent management. This is mainly related to the higher strategic orientation of foreign companies which can transfers their know-how to our businesses as well. Referring to the hypothesis set in the research we can conclude that all hypotheses were verified because we found 3 statistically significant differences which were influenced by size of the company, 5 by foreign capital, 8 by economic results, and 5 by existence of HR unit.
To improve the awareness of the strategic impact of human resources in enterprises, top management must have a clear attitude towards talent management. We propose to develop a clear structure of long-term human resources management objectives based on the company's mission and corporate goals. In particular, it sets out strategic goals (such as reducing fluctuation, increasing labour productivity, increasing employee satisfaction, optimizing the human resources structure, etc.) leading to an increase in the quality of human resources and consequently to achieve better economic performance in the enterprise. We also recommend regularly modifying lists of talents and requirements for them in view of the ever changing external environment.
